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In recent years, the UK has been going through a significant transition phase along with other countries in the world. Brexit, Covid-19 pandemic and the Ukraine-Russia war are to name a few that have been creating an impact on the countries especially the ones in the European region. The hospitality sector in the UK is one of the most affected ones with these changes and challenges in the economy. In 2021, the economic output of this industry in the UK was 21% lower than that of 2019 (Mofizur et Al., 2021). The continued effect of the changes has also affected employee lifecycle, as 2.13 million hospitality employees in the UK were furloughed in the 2020-2021 period (Hick & Murphy, 2021). The multitude of factors affected the overall employee recruitment, appraisal, development and retention policies, resulting in a change in human resources strategies in the hotels. The focus of this study is to analyse the situational and macro-environmental factors that are contributing to the changing environment of employee turnover and engagement in the UK hotel industry and to discuss the benefits of retaining top talents and developing teams.
Due to Brexit issues, around 90,000 hospitality employees from EU countries have lost jobs or left the country (Wadhera, 2021). As the travel and migration policies in the UK have been changed recently because of Covid-19 and Brexit, fewer EU residents are expected to come for work purposes. It will be a blow for skilled employee selection in this industry. During the initial lockdown era in 2020 and 2021, the UK was sustaining better than most other countries due to furlough policies and CJRS (Coronavirus Job Retention Scheme). Being the 7th largest employer industry in the UK, the hospitality industry has been the most use of the employment policies (ons.gov.uk., 2021). The biggest hotel chains, such as Marriott, Hilton, and IHG tried to keep the employees engaged and motivated by retaining them. Despite all efforts, Hilton had to lay off around 22% of its corporate staff, though they were promised to be appointed back (Airoldi, 2020). As the lockdown was fully lifted in early 2022 in the UK and the industry was expecting to recover from previous situations, the Ukraine-Russia war started sending economic shockwaves to the global economy (Liadze, 2022). Millions of tourism jobs are at stake due to air travel bans, the fall of safety and security measures and changed economic policies.
All these changes will critically impact the employee lifecycle, which is the stage of an employee's career in a certain company. This life cycle comprises six distinctive stages- attracting potential employees, recruiting, on-boarding, developing, retaining and separating them. As the business environment of the UK has changed due to several reasons, the employees of the hospitality industry have faced drastic changes in their life cycle. Marriott has suspended operations in Russia due to restrictions from the UK, EU and US and economists are predicting bigger hits on the European economy due to the war (Tosun and Esraghi, 2022). 
Employee attraction is the first step to attracting potential workers to the hotels. Being a cyclical industry, the hospitality industry possesses significant threats while facing social, economic and political changes. In December 2021 and January, and February 2022, there had been 166,000 vacancies in this sector (Rasheed et al. 2020). For furloughing during the pandemic, many hotel employees are unwilling to attend the previous hotels and are switching more to other jobs. Many have moved from the UK due to Brexit or other issues and few are migrating (Okhoshin, 2020). Despite all that, changing trends like wellness tourism, hotel work-space, work-from-home facilities have created scopes to attract other potential employees.  
The second stage of the employee life cycle is recruitment, which has suffered during 2020 and 2021 as a result of Covid-19 pandemic lockdowns and travel restrictions. Since the restrictions are much lower now and a large number of hospitality-sector job is vacant, companies related to this industry are hiring. Many hotels are contacting the employees furloughed before recruiting them again via online and offline interviews (Szulc and Smith, 2021). Apart from that, the employees are now supposed to maintain several new rules, such as health and hygiene rules. Additionally, the change in industry trends towards healthy and comfortable stays featuring wellness and wellbeing has brought about the demand for new knowledge. Employees need to be capable of managing spas, yoga and meditation centre. The Purchaing Managers’ Index (PMI), an activity of performance indicator of the service industry rose from 54.1 to 60.8, indicating a sharp recovery from Covid and Brexit issues (Boles, 2022). It will create scopes for new employment too. 
Onboarding is the next critical stage which is focused on making the employees well-adjusted to the organisational culture and job processes. As a country with one of the best employment rules and retention schemes, UK employees enjoy comparatively better job security (Varshney, 2022). In addition to job security, a distinctive job description, appraisal policy and perfect mode of communication is a must in this post-Covid and Brexit era. Many hospitality workers are working from home, which calls for a distant job monitoring and engagement process. Proper boarding makes an employee 4.6 times more motivated to do his job (Wickham, 2020). The new challenges in the changing business environment need empathy, transparency, team spirit and proper communication among the team members of the organisation.
The next step is to develop the workforce and shape them up according to the industry changes in trends and limits. The payments of living wages, training and job enhancement services to the employees, appraisals and bonuses are of importance (Gechbaia et al. 2020). The increase of AI and machine learning in several aspects of hotel management has also increased the requirement of IT-literate persons. Remote servicing, work-from-home and online booking and reservation processes need more people than before, which require constant monitoring and supervision. Hilton and Marriott have introduced e-training for enabling learning platforms for employees of different ages and levels.
The key stage of the employee life cycle in the hospitality industry is employee retention. The companies ensuring employee engagement have 59% lower turnover (King, 2021). So, employee retention by creating an engaging workplace is the most important to the human resource personnel. Staff engagement parties, game shows, monthly reviews, anonymous questionnaires etc. are ways to find out employee demands and expectations from the workplace. Retention software, such as Culture MP, STAYview helps to create employee stay plans, interviews, onboarding and development plans and is used in Airbnb, Gohiring etc. (Panda & Sahoo, 2021). Due to Covid-19 and Brexit, many of the employment policies, promotion and off-boarding policies have been modified. Reducing workplace stress and ensuring a safe, engaging environment is the core motivation of the recent retention policies of UK hospitality companies. 
The last stage of the employee life cycle is separated when the employee leaves his/her job. This might be due to voluntary or due to layoffs. In 2020, Hilton laid off approximately 2000 people as a result of frequent shutdowns (Nhamo et al., 2020). They promised to rehire them after the reopening of their businesses, and have done so in 2021. Likewise, Marriott cares for the employees too, as they announced to pay furlough payment at 80% of the salary capped at £2,500 (Pratt, 2020). The Ukraine-Russia war has created an air travel ban and reduction of workforce flow from European countries to the UK, which creates the increased importance of retention and lower needs for separation at this moment (Mbah & Wasum, 2022).
The current challenges that the employees of the hospitality industry of the UK are facing are a result of political, social, economic, environmental and legal factors. Brexit and Ukraine-Russia war is a purely political issue, which is predicted to take a toll on the UK hospitality industry. The most powerful impact it has is on the economy of the UK. The inflation of the UK in 2022 has become a 30-year high of 5.5% and is expected to grow further due to the crisis (Ubide, 2022). The cost of fuel has increased the food cost in hotel and restaurant businesses already as UK’s 5% gas supply is from Russia. Since the lockdown has been lifted, the UK economy was trying to escalate again through changes in policies and workforce management, but this war is creating an obstacle to that.
The energy price surge is predicted to induce higher operational costs for the hospitality business, which may lower the demand for hospitality services, lowering the need for employment as an effect. Around 93% of the hotel operators in the UK opined for increasing hotel service charges by 11%, which in effect may lower customer satisfaction (Thomsen, 2022). Employers need to maintain employee satisfaction so that they provide the best services to the customers to maximise the satisfaction level. This again brings in the need for developing employee competency and satisfaction through employee engagement. In highly engaged workplaces, 22% of the productivity increases (Brook, 2019). So, managing a communicative, motivating and goal-oriented team will ensure proper service delivery to the hotel customers. 
Some social factors created an impact on the recent challenges. The demographic factors, such as age and ethnicity possess a great influence on workforce selection here. 46% of the workers were full-time, the rest being part-timers in March 2020 (ons.gov.uk, 2020). Besides the employee demographics, the customers’ lifestyle, life expectancy, religion, population growth, gender etc. describe the needs for services. This has become largely different as the need for hygiene maintenance and food safety is of utmost importance to all levels of people. 
In addition to all the political and economic changes in the UK, the technological and environmental factors have also been creating a significant impact on employee turnover management. The use of technologies is widely prevalent, for example- talent acquisition software is used by Hilton and IHG for initial screening (Gallan et al. 2021). Artificial intelligence and machine learning are started to be used besides the software for HR purposes. Most hotels have their apps for booking purposes. Additionally, websites such as booking.com, tripadvisor.com, etc. make the booking process easy for both the employees and customers. The need for innovation is a must and that is why technology usage is rising too. For getting employee feedback, software like- Hotelkit, Optii Solutions and Cloudbeds are widely used too, which maintain the secrecy of the respondent’s identity and help managers to ensure employee satisfaction and retention (Sota et al. 2020). Environmental factors, such as reduced carbon emission, removal of plastic use and green tourism are a rising concern for UK’s hospitality industry. The global hotel industry generates 21% of the ecological footprints of the tourism sector, which is to be lessened within 2030 (Leyva and Parra, 2021). The workforce is to be trained and developed to be literate about these changes too.
Legal factors are very important as they form the shape of the scope of business performance. For example, due to Brexit and Ukraine-Russia War, the immigration system and migration laws in the UK have been changed (Mbah and Wasum, 2022). The recruiters need to check the application form and documents’ originality and eligibility before employing new workers. Due to the air space restriction over Russia, the travel cost from Asia to Europe has increased, increasing the overall travel cost. All these are detrimental to the hospitality industry and its workforce. 
Based on the overall analysis, it can be said that, the hospitality business environment of the UK has been facing drastic changes over the recent years due to several reasons such as the Covid-19 pandemic, Brexit and Ukrainian war. The employee life cycle is facing changes and is expected to face more challenges as the hospitality industry is cyclical and service-driven. Because of the nature of the industry, employee retention is of the most importance. The UK government has put much effort into managing employee satisfaction levels by introducing CJRS during the lockdown and hotel chains have employed most of the furloughed employees after reopening. Despite increasing efforts to reduce the pandemic and Brexit's effect on this industry, the war may pose a significant threat to hospitality workforce management. So, a more revised and distinctive retention strategy should be made to cope with the increasing use of technology, rising inflation and changing environmental and legal policies. These will in effect help, to ensure employee retention and development and will reduce turnover costs and increase the revenue of the hospitality businesses in the UK.
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